Societal transformation often starts with one visionary and a compelling idea. However, if there are no followers, the idea quickly becomes marginalized. It "takes a village" to build a movement, and the more system layers that can be addressed, the more likely the transformation will take hold. This article describes the framework for creating the necessary changes for partnership-based health care.
Introduction
I closed the book, shook my head, and smiled to myself. "This could be a powerful tool to help nurses challenge the rampant hierarchies of domination in health care."
The year was 1988 and I had just finished reading Riane Eisler's pioneering work, The Chalice and the Blade: Our History, Our Future (1987) . It took nearly a quarter of a century for all the right pieces to fall into place, but eventually those first tiny seeds of cultural transformation germinated and are now bearing fruit through partnershipbased health care.
Even though this paper describes key elements of partnership-based health care, it is intended for all readers, not just health care providers. The intent is to discuss application of Eisler's Cultural Transformation Theory (CTT) , to share some lessons I have learned from application of partnership-based health care, and to inspire others to apply CTT in their own disciplines and areas of interest. CTT is a theory that works for everyone.
The Power of Partnership
The history and details of Cultural Transformation Theory are explained in depth in Eisler's excellent article, "Human Possibilities: The Interaction of Biology and Culture" in the inaugural issue of the Interdisciplinary Journal of Partnership Studies.
My focus is on application of the theory to shift global society from the domination end of the spectrum to a more partnership-based orientation.
Where the Chalice and the Blade (Eisler, 1987) outlines cultural transformation theory, The Power of Partnership: Seven Relationships that Will Change your Life (Eisler, 2002 ) offers a very effective framework for applying CTT. Significant cultural transformation does not occur overnight; it occurs most effectively when there is a deep commitment to changing attitudes and behaviors in our day-to-day relations. As Eisler notes, this transformation begins with our most significant and intimate relationships: within our own selves and with our families and the people we see every day. Once we begin to shift from domination to partnership in our closest relationships, we are prepared to transform complex relationships at community, national, international, and even global levels.
Systems thinking, quantum physics, and complexity theory all support the idea that all life is part of an integrated complex adaptive system. If we shift one part of the whole, other parts of the system are impacted. Based on this understanding, if we want society to move toward partnership, we can start by encouraging this transformation within our own disciplines and spheres of influence. My discipline or sphere of influence is health care, so that is where my part of the story begins.
Partnership-Based Health Care
I attended nursing school in the late 1970s on the heels of the civil rights movement, the Vietnam War, and many other social upheavals. Like many of my classmates, I
wanted to serve others, especially those in their greatest hour of need. Armed with an excellent education and a drive to champion caring, we entered the health care system. Where we expected to find full utilization of our skills and abilities, we instead encountered rigid hierarchies that limited our full potential and had a negative impact on our patients.
One particular example sticks in my mind. In the early 1980s I worked as a staff nurse on an oncology unit. One evening I was assigned to care for a man who had just learned that his last treatment option had failed; he was told, "Go home and get your affairs in order." I sat on the chair next to his bed, held his hand, and listened as he poured out his anger, his fear, and his profound grief. Deep in the midst of this caring moment I heard someone enter the room, clear her throat, and say, "Excuse me.
When the captain of the ship arrives, the crew stands." This experience, and multiple other experiences I and other nurses have had, demonstrates a domination pattern in the relationships among health care professionals.
One may be tempted to think that this hierarchy was a symptom from a bygone era, but the following story demonstrates that hierarchies of domination are alive and well. In 2012, I was on my way to speak at an international nursing conference in Australia. It was late at night, and we were high over the Pacific Ocean. I heard the airplane's public address system come on and a voice say, "If there is a health care professional on board please notify the flight attendant." I made my presence known and was ushered back to the kitchen area where a group of attendants were caring for a man with a severe laceration. I asked for the e-kit, donned gloves, grabbed dressings and began to assess the patient. I asked if he needed to sit down, if he was in pain, how the wound had occurred, and perhaps most importantly, I asked his name. All this information helped guide my selection of appropriate nursing interventions.
Suddenly a man appeared in the door, hands on hips. He said, "I am a surgeon." I explained that I was a nurse; I introduced the patient by name and explained the How can these critical partnership goals be accomplished within a system rife with domination attitudes and behaviors? The answer is that we need a framework for shifting the entire health care system towards partnership. Riane Eisler and I addressed this need in our book, Transforming Interprofessional Partnerships: A New Framework for Nursing and Partnership-Based Health Care .
Part I of the book urges nurses to explore the unique medicine of nursing as described in the BASE of Nursing model (Potter, 2013) . This model explains the unique autonomous role that all nurses must play if health and wholeness are to be (Eisler, 2002) and modifies it to fit the unique players, processes, and settings in the health care system. Relationships include professional education, professional identity, patients and families, intraprofessional relationships (nurse to nurse), interprofessional relationships (nurse to other providers), the wider human community, and our relationship with nature and the environment.
Transforming Interprofessional Partnerships then applies Eisler's theory of Caring
Economics, first described in The Real Wealth of Nations: Creating a Caring Economics (Eisler, 2007) . This theory equips nurses and other health professionals to redesign the health care system based on the economics of caring rather than the current system based on the gross domestic product (GDP).
Transforming Interprofessional Partnerships provides a simple and effective framework for health care professionals and health care recipients to actively participate in shifting the health care system towards partnership. This framework can also be used as a template by allies in other fields who want to move their systems closer to partnership -for example, social services, education, business, agriculture, natural resource conservation, and financial and business sectors.
Suggestions for Application
As I have applied the partnership framework in practice and have spoken about it publicly, there are some suggestions I would like to pass along so that others can apply the framework in their own systems more effectively.
Target Early Adopters
When shifting paradigms, it is important to acknowledge Everett Roger's important theory of diffusion of innovations (2003) . According to Rodgers, most social systems follow a pattern of innovative change. Within a system, 2.5% of the people are innovators, 13.5% are early adopters, 34% are the early majority, 34% are the late majority, and 16% are laggards. The early adopters can become "champions for change," whereas laggards will resist change until it is absolutely inevitable.
It is strategic to identify among the early adopters those whom I call "appointed" and "anointed" leaders. Appointed leaders are those in official or formal positions of power and influence. They may be executives or mid-level managers in a social system or organization, or they may be elected officials.
Anointed leaders, on the other hand, can be found throughout an organization, and their influence is less formal but may be just as powerful. Anointed leaders hold the respect of others at their level of an organization and are generally the people everyone turns to for advice or to lead change.
Targeting both the appointed and anointed leaders among your early adopters will help partnership behaviors and attitudes spread more quickly to the early majority.
Have compassion for laggards but do not waste energy trying to convince them to lead the change. It is not part of their personality profile. Eventually they will join the process once others have committed to it.
Be Prepared to Use Different Approaches to Describe Partnership's Merits
Every leader needs to prepare four rationales to support his or her proposed change: the moral/ethical rationale, the analytical/logical rationale, the financial rationale, and the leadership rationale . All four are based on evidence, but the approach to each is very different. The Social Wealth Economic Indicators will be an important source of evidence to shift organizations toward more equitable services for everyone in our society.
The analytical/logical rationale. This argument works well in organizations committed to systems thinking. The analytical/logical rationale proposes that the organization or institution will fare better under a partnership model than a domination model. Again, the CPS provides wonderful resources. Especially valuable are the Organizational Benefits of Partnership Systems:
• Employees feel valued and empowered to contribute and participate.
• Conflict can be used creatively to explore alternatives and challenge the status quo.
• Creativity is nurtured through safety for risk-taking, less fear of making mistakes, and permission to be inquisitive and explore.
• Communication is free to flow in all directions.
• The workplace is family-friendly, creating a synergistic sense of community.
• Synergistic belonging extends to the planet, creating the social and environmental consciousness needed for long-range planning, sustainability, Studies, Vol. 1 [2014], Iss. 1, Art. 8 http://pubs.lib.umn.edu/ijps/vol1/iss1/8 conversations, first using domination attitude, language, and behaviors. Then I roleplay the same conversations using partnership attitude, language, and behaviors. The domination experiences are all too familiar, and the differences between domination and partnership approaches are startling. Transforming Interprofessional Partnerships has numerous examples of interpersonal communication using a domination approach and then the same conversation using a partnership approach.
Where Does Your Organization Fall on the Partnership/Domination Continuum?
Eisler's cultural transformation theory describes two very different paradigms or models of social organization, lying on a continuum. One of the interesting characteristics of paradigms is that we often are unable to see our own paradigm until we encounter an alternative. When stories and qualitative data fail to provide sufficient evidence to shift behaviors, quantitative metrics can be effective. The tool, "Analyzing your organization for partnership-domination tendencies", uses a Likert scale to measure the experience of students and/or employees and thus give a clearer view of where an organization or school lies on the continuum. See Figure 1 . This survey tool can be freely used (with citation) to measure the climate in your own organization. In my experience, the majority of people who dominate want to work collaboratively with others, but they do not know how. They fear that if they fail to dominate they will be dominated. A possible and plausible alternative needs to be offered, along with compassionate mentoring and coaching. Our mission is to be the essential anthology for scholarly writing about cultural transformation and partnership. We encourage interdisciplinary contributions from both scholars and practitioners worldwide to explore and promote the partnership paradigm of mutual respect, social and economic justice, leadership, and gender and environmental balance, through research, innovation, and community-based applications.
If we work together, we can move humanity's social organization model towards partnership.
